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Abstract 
This study will cover a complex and, at the same time, extremely controversial issue, that of cross-curricular competences 
development, having as main objectives: identification of main categories of cross-curricular competences, determining their role 
and importance in the process of vocational integration; analyzing the existing relationship between cross-curricular competences 
held by employees and their degree of adaptability and vocational mobility.  
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1. Argument  
Transformations in recent years at the level of educational paradigms have brought new perspectives on the 
integration of higher education graduates in the labor market. Competence centered approach and scientifically 
validated evidence are the core around which revolve the entire problematic issue of higher education graduates 
skills in the light of their integration on a labor market characterized by dynamism. In this context, specific 
competences, acquired during bachelor or masters' degree programs, correlated with cross-curricular competences 
shall contribute to the growth of the employability degree. 
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2. Competence - the multiplicity of definitions  
In its basic sense, competence means the ability of a person to lead, to manage a task, a problem to be solved, a 
professional situation in a given context. S. Michel defines the competence as "what is underlying a successful 
action,  in  other  words,  it  is  that  what  allows  you  to  act  in  a  positive,  effective,  successful  manner"  (Mouillet  &  
Colin, 2000); it is a sort of "knowing how to act acknowledgedly", according to Guy le Boterf.  
To shape this initiative, it is compulsory to analyze several definitions belonging to either the scientific or the 
labor world (Mouillet & Colin, 2000):  
x MEDEF defines competence as "a combination of knowledge, skill, experience and behaviors trained in a 
specific, accurate context. It is noted at the time it is put into practice in professional situations where it 
may commence to be validated. Therefore, the employer shall bear the burden to identify it, assess it, 
validate it, and make it evolve." 
x M. de Montmollin speaks of competency as of "a stabilized assembly of knowledge and skills, attitudes, 
standard procedures, types of reasoning that we can implement without a new learning."  
x G. Malglaive specifies that "knowing in practice and in theory are two complementary aspects of 
competence which presents itself as a dynamic structure whose stimulus is none other than action'.  
x Ph. Zarifian defines competence as "the individual taking over initiative and accountability of the corporate 
situations with which he/she is confronted" 
x ANACT appreciates competence as "a combination of the resources deployed by an individual in a work 
situation. It emerges as a meeting between the various knowledge of an employee with the work context." 
All these definitions show that: (a) what is meant by competence is linked with the new organizations, with the 
new expectations of employers of their employees, the latter being trained in accordance with the organization of 
their chosen work; (b) competence is closely linked to the individual, to the differences between qualifications 
which, in their turn, are related to the occupied position; (c) competence belongs exclusively to the subject, as his 
private property; (d) there is a strong link between competence and action: competence enables action and it lies in 
this action, which is itself enrolled in an identifiable, given professional context; (e) motivation is an essential aspect 
in this topic of competence, the individual being able to have multiple knowledge, resources, without being willing 
to mobilize them.  
3. Transversality - definition and brief history  
Bellier (1998) defines cross-curricular competence as those skills acquired in a known situation but that can be 
reused in a new situation.  
Tranversality / portability has reached its prime with the forecasting management of labor and skills. The aim 
was solving problems of internal mobility, managing human resources as closely as possible to the requirements of 
the changes in progress or already carried out within the organization. This is the identification of generic skills put 
in practice and re-exploiting them in other situations.  
Bellier distinguishes 3 aspects of portability:  
x A general capacity to adapt to a situation, to give it a purpose, a context-sensitive reading. This capability is 
called intelligence or intent. It allows selecting other two; this is the only truly cross-functional level. 
x A way to work (how to do it), a method, an intellectual process which allows the mobilization and 
integration of knowledge and skills.  
x Skills and knowledge directly involved in action.  
There  is  a  strong  link  between  wish,  the  nature  of  the  problem  to  be  solved  (more  important  than  the  field  of  
activity) and the ability to solve it. Certain types of intelligence can be trained in all of the areas, but desires, 
aspirations, values, representations can make the individual not put them into practice unless in specific and selected 
situations, which shows the overwhelming role of motivation. 
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4. Cross-functional skills - possible controversy  
Cross-functional skills give rise to a debate among teaching specialists: do cross-functional skills exist in 
themselves, can they be identified and established, can a frame of reference be drawn up as in the case of an 
occupation or is it a general potential that can be expressed in different circumstances? (Tilman, 2006) 
A first remark is that a skill may not be reduced to a capacity or an attitude. In fact, if capabilities are used in 
certain situations, they are not the fruit of chance, but being used in accordance with a specific procedure, required 
to solve a particular problem. Cross-functional skills are capabilities expressed in a large number of industries 
without a seeming connection between them. It is for this reason that they are granted a status of commonality, 
distinct from the general design of competence which is contextualized.  
At a closer look, we understand that in the same way as the general competence, the cross-functional competence 
is linked to some contexts. As a result, cross-functional skills can be defined as follows: specific skills exercised in 
contexts that differ from those in which they have been built or for which they were produced.  
Cross-functional skills have all the general attributes of competence, but present an extra feature, of not being 
deployed in well circumscribed, limited contexts, but being applicable multiple situations. (it is, however, about 
situations that share a series of analogies.). Mastery is being able to locate similarities with known situations in new 
situations, in unfamiliar contexts, and to adopt effective, known behaviors.  
A skill is only potentially cross-functional. Identifying the new situation and the transfer to the new activity are 
those that confer meaning to the skill. 
5. Cross-functional skills patterns  
Two difficulties arise when attempting the classification of cross-functional skills. In the first place, the lines 
between the different categories are unclear, which cause a cross-functional skill to be integrated into different 
categories, depending on which of its aspects shall be developed. For example, the cross-functional skill of "paying 
attention" may be considered in preparation for learning (knowing how to focus, do getting distracted, etc.) or a part 
of learning (capturing information provided by a teacher, etc.). Then, some cross-functional skills are more 
extensive than others. For example, the ability to "be aware of their own style of learning" is more general than the 
skill of "using a dictionary" (Langouche, Petit, Philippe, & Romainville, 1996).  
Cross-curricular competences can have a socio-emotional dominant (respecting others, cooperating, etc.) or a 
cognitive dominant (memorizing, structuring information, etc.).  
Cross-curricular competences with socio-emotional dominant have a decisive role in building identity and 
personal development in teenagers. "They have to gradually acquire autonomy, to give a meaning to their projects of 
study and life." School must be such as to enable them to do this as much as possible, giving them the possibility to 
acquire and develop attitudes and behaviors. The following competences have a decisive role:  respecting oneself, 
asserting oneself in a positive manner, assuming responsibilities, deciding, choosing, etc.  
Among the cross-curricular competences with cognitive dominant, a distinction shall be made between those 
referring to learning management and those relating to the way of approaching information. Learning management 
brings together strategies the student uses to ensure learning in appropriate conditions and to control the learning 
process. Thus, the student organizes their working time, chooses the appropriate reference documents and ensures 
that they have it all at their disposal. In addition, he/ she monitors the learning process, and assesses its 
effectiveness. These strategies seek to place students among the best conditions for learning. The second component 
of cross-curricular competences relates to information per se: the mental processes activated to capture (e.g. taking 
notes), address (e.g. extract basic ideas from a text), memorize (e.g. to store) and use the information (e.g. to use 
your knowledge in a new situation) (Langouche, Petit, Philippe, & Romainville, 1996).  
6. The role of cross-curricular skills on the labor market  
Cross-curricular competences shall be expressed by the use of the following generic descriptors: autonomy and 
responsibility; social interaction; personal and professional development. Within the European context cross-
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curricular competences are considered to be essential for the labor market, social cohesion and active citizenship and 
for this reason the EU has made a recommendation to member countries to include developing these skills into their 
national educational and training policies.  
Cross-functionality of competences is determined by their degree of commonality. The higher the degree of 
commonality a skill has, the more functional it gets. Given that there is no exclusively general or specific 
competence, there is no exclusively curricular or non-curricular competence either. Therefore, what the debate 
subject should be is the level of functionality and not the cross-curricular and/ or non-cross-curricular competences 
as such (Afriat, Gay, & Loisil, 2006).  
In the presence of a well developed labor market and an optimal geographical mobility, all the skills are fully 
transferable between the jobs and functions involved. In the absence of such conditions, it is necessary to make a 
distinction between the various competence in respect to their cross-functionality through demarcation at different 
levels, from the lowest to the highest, the assessment of the competence addressing the actual conditions of the 
market.  
An investigation carried out in the EU with regard to the way cross-curricular competence concept is perceived 
has revealed that employers, although they consider that almost all competences are cross-curricular and applicable 
in various activities and contexts, are able to operate a clear distinction between competences with high degree of 
cross-functionality (e.g. linguistic, mathematical, computational competences, communication skills, inter-relational 
skills, team work, etc.) and those with low level of cross-functionality (e.g.  skills closely linked to a specific job, 
etc.)  
Employers, in general, agree that they play an active role in the development of the workers' transferable skills, 
but the understanding of this concept is different. It is widely accepted that employers must invest in skill 
development to enhance the ability of workers to deal with multiple functions in an enterprise (internal portability of 
skills), and some employers note career as being the main instrument for the identification and development of 
transferable skills. On the other hand, employers show little interest in supporting external transferability of 
competences (cross-companies), as it increases the risk of losing a worker to the advantage of the competition. 
However, many employers recognize that external portability is an important mission for the sectors of education 
and public administration, because this improves mobility and flexibility on the labor market, reducing the risk of 
unemployment. Many representatives of public sector are aware of their liability with regard to the training of better 
employees, by developing their transferable skills; they also realize they should stimulate the organization of 
training  courses  in  the  fields  that  allow  people  to  improve  their  chances  of  long  term  employment  (see  
Transférabilité de compétences entre secteurs économiques: rôle et importance pour l’emploi au niveau européen).  
As a result of globalization, companies no longer count on local workforce, nor on internal resources, and this is 
both a threat and an opportunity for the labor market. Outsourcing increases the dynamics of the labor market, and 
workers must be involved in developing their (transferable) competences to increase their chances of finding a job. 
Public sector mission is to find a strategy to assist employers to provide training to their staff in the areas of interest 
for the company (specific transferable skills in the company), but also their employees by the acquisition of skills 
transferable between companies.  
Competences, in particular those which apply to different segments of the labor market (cross-functional 
competences), play an important role in the periods of economic recovery since they lead to the increased 
adaptability and occupational mobility of individuals. If these skills are missing in the context of workforce, we can 
see the persistence of a low level of employment and a high rate of unemployment, despite economic recovery.  
In general, the impact of cross-functional competences on the possibility of employment or unemployment is 
undeniable. Research has shown that the larger amount of knowledge and skills a person acquires, the greater their 
chance of employment opportunities and the decline of unemployment, which means that they have more favorable 
conditions in the labor market, even in conditions of economic decrease.  
Global economic crisis did not have a significant impact on the awareness of employers with regard to the 
importance of transferable skills. Only a small number of employers have highlighted the advantages of highly 
transferable competences in their human resources policy: they were used as an additional criterion to select or 
reject a candidate, if the first criterion - namely qualification reflected by specific competences - did not lead to a 
clean-cut decision. In general, companies have stressed the importance of specific competences, which are a 
necessary condition for obtaining productivity, the transferable competences playing only a complementary role in 
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the assessment process. The lack of increased interest from companies regarding transferable competences may be 
explained in two distinct manners. First of all, businesses are using modern systems of human resources 
management and pursue this aspect carefully and constantly. All measures taken as a result of the crisis, such as 
internal reorganization and mobility are implemented by means of sophisticated platforms of human resources 
management. Secondly, the crisis and the high rate of unemployment which followed has generated a surplus in the 
available and well-trained human resources. This surplus of human resources on the labor market does not 
encourage companies to invest in the development of competences. In general, public sector helps develop 
transferable skills, supporting a thorough education and appropriate training to facilitate reintegration of workers 
made redundant.  
Professionals in the field of education are aware of the importance of general and specific competences for the 
future growth of the business sector, as well as their role where individual performance is achieved. Educational and 
training activities designed and carried out are, however, substantially related to the availability of financial 
resources, and in the periods of economic downturn, companies are forced to reduce costs, and oftentimes training 
employees is first sacrificed. In these circumstances, a paradox appears: financial support is increasingly limited 
while promoting acquisition of skills both among workers and employers helps safeguard employment and reduce 
unemployment.  
7. Research framework and methodology  
In the last few years there is a discrepancy between vocational training and the labor market, as multiple training 
difficulties are witnessed in the professional training of higher education graduates.  
The study is an analysis of how the need for cross-functional competences training is perceived in the context of 
the programs of studies by bachelor or master's programs graduates. 
The objectives of this study cover: identifying the degree of satisfaction in the graduates regarding vocational 
/cross-functional skills acquired during schooldays; identifying the major categories of high relevance transferable 
skills for increasing the degree of insertion in the labor market.  
Research was carried out between March and April 2015 on a batch of 107 subjects (66 women and 41 men), 
graduates of bachelor programs (67,3%) and/or master's degree (32,7%) 2014 alumni of Petroleum - Gas University 
of Ploiesti. For the purpose of achieving the objectives we set out the research method we've used was investigation 
based on a questionnaire. Thus a questionnaire with 8 items was prepared and administered, key indicators being: 
the correlation between skills acquired in universities and those required on the labor market; the specific vocational 
skills - cross-functional skills ratio in educational practice; participation in vocational training programs following 
graduation; the role of cross-functional skills for a growth in employability; possible shortcomings noted at the level 
of cross-functional skills.  
8. Analysis and interpretation of results  
Analysis and interpretation of the results obtained from the application of the questionnaire allowed formulation 
of conclusions on the following items:  
• Development needs felt by graduates in the area of occupational skills, as well as in the sphere of cross-
functional competences:
- although 82,2% of the respondents believe that the acquisition of job related skills shall be carried out mainly 
after securing a position, a considerable proportion of respondents (72,8%) considered school as a main source for 
the acquisition of occupational skills.  
- almost half (42.2%) of respondents who have managed to integrate on the labor market, said that they have 
participated in training sessions and training courses following employment; and yet, these activities are not 
indicated as sources for the acquisition of skills, which could be an indicator of the fact that employees don't 
associate these training activities to the acquisition of useful skills for their job position;  
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- the fact that more than 50% of the respondents are not involved in the searching / attending training courses 
following graduation can be explained by saying that the level of training held is considered to be appropriate to 
employers' requirements or even on top of it;  
- the most frequently reported (66,3%) development needs are in the area of cross-functional skills; it can be the 
result  of  the  fact  that  teachers'  concerns  are  oriented  mainly  to  the  formation  of  specific  skills,  considering  that  
perhaps  these  are  the  only  ones  that  fall  into  their  sphere  of  responsibility;  on  the  other  hand,  that  may also  be  a  
consequence of the unfair ratio between training and education.  
• Cross-functional skills relevance in the process of integration on the labor market
-  more  than  70%  of  respondents  who  are  in  search  of  a  job  consider  that,  in  the  processes  of  recruitment  and  
selection cross-functional skills are valued in particular (teamwork, communication skills and problem solving 
skills, etc.), with specialized vocational skills occupying a second position.  
- is not the way things stand in the case of persons already integrated on the labor market; a percentage of 41.3% 
of them considering cross-functional skills as being decisive in the selection process only when a certain level of 
professional competence is reached.  
- cross-functional skills considered necessary for securing a job and, subsequently, for maximizing performance 
are: communication in a foreign language (54,2%). orientation toward personal development (47,6%); using a 
computer (44.8%);  teamwork (36.4%); creativity and innovation (35.5%); the ability to solve problems (33.6%); 
emotional control and conflict management ability (32,7%); responsibility (30.8%). The least acknowledged 
development needs are those of autonomy (17.7%).  
• Shortcomings identified at the level of cross-functional competences
When interviewed on the shortcomings identified during work experience, both in themselves and in colleagues, 
the participants have referred to:  
- shortcomings in attitude in the workplace 57.9% (responsibility, thoroughness, seriousness, resistance to stress, 
respect among colleagues);  
- deficiencies in the ability for self-development and ongoing learning (48.5%) (concern for attending training 
courses; desire to gain experience through work; interest in acquiring new knowledge; involvement in the activities 
of the organization).  
All these alert us to the fact that the initial training and ongoing training systems both know deficiencies in the 
appropriate preparation of the labor force, especially in the direction of positive attitude towards work; this is an 
essential aspect because responsibility and autonomy are key elements of permanent self-development capacity and 
learning throughout life.  
9. Conclusions  
The main challenges for future educational system will consist, on the one hand, in the effective formation of 
cross-functional skills as well as of the basic vocational qualifications in accordance with the needs of the market, 
on the other hand; the close monitoring of the dynamics and relevance of the educational offer to the labor market to 
improve the training programs on offer (Stan, Suditu, & Safta, 2010).  
With regard to training in the cross-functional skills area, there are a few major challenges they must overcome to 
become really relevant, a priority being: ensuring the transfer of things learned in professional practice; an increase 
in the level of professional self-development skills and the motivation to enter a continuous learning process that 
does not end with course graduation. 
People employed, as well as those in search of a job, will have to assume an active role in their own professional 
development and to develop the skills and attitudes that promote employment on the labor market. This active role 
cannot be facilitated without a good knowledge of the labor market, of personal characteristics and development 
needs, without a main preoccupation for learning and capitalizing all work experiences. 
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